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CHAPTER I
IHE PROBLEM AND DEFINITION OF THE TER?® USED
DEFINITIONS
What Is .job satisfaction? Job dissatisfaction? Job
satisfaction has been defined by Robert Hoppock as ”any com
bination of psychological, physiological, and environmental
circumstances that causes a person truthfully to say, *I am
satisfied with my job." ^ In contrast with this statement,
job dissatisfaction might be defined as any combination of
psychological, physiological, and environmental circum-
stances that causes a person truthfully to say, "I am dis-
satisfied with my job."
THE IMPORTANCE OF THE STUDY
Vhv is .job satisfaction important ? It has been esti-
mated that approximately two million workers in the United
States are undesirably discontented with their work, 2 it
has been proved that job satisfaction is important to both
the worker and to the employer.
1 Hoppock, Robert, Job Satisfaction. New York: Harper and
Brothers Company, 1935, p. 47.
2 Ibid
.
.
p. 19.
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2Job satisfaction is important to the individual worker .
Hersey has discovered that "when an individual is actively
dissatisfied or is worried or in some other *low emotional
state* more than 259^ of his waking time, either his body
or his mind begins to feel the effect and to deteriorate." ^
Stroud states, "the loss of satisfyingness is a fea-
ture closely related to loss of efficiency."^ To .the indi-
vidual who must spend almost one third of his life on the
job, job satisfaction so closely related to his mental
health, his physical well-being, and his efficiency must
of necessity be a factor of prime importance.
Job satisfaction is imnortant to the employer . If the
employer is interested in greater efficiency, increased out-
put, elimination of unnecessary waste, less friction among
the workers, good quality workmanship, ^ lower labor turn-
over, less sickness among employees, lower accident rates,
and fewer delays, he must be interested in job satisfaction;
for the satisfaction of the worker affects all these
elements.
3 Hersey, Rexford B,, "Psychology of Workers," Personnel
Journal
.
Vol, 14, 1936, pp. 291-296.
4 Stroud, James Bart, Educational Psychology . New York:
The Macmillan Company, 1935, P* 128.
5 Kornhauser, Arthur W., "The Technique of Measuring
Employee Attitudes", Personnel . Vol, 9, 1933, P« 99*
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3Stuart Chase, referring to the famous Hawthorne experif
ment, defines the two major functions of a factory as "the
economic one of producing goods, end the social one of
creating and distributing human satisfactions among the
people under its roof,” ** "If a factory’s human organi-
zation is out of balance, all the efficiency systems in the
world will not improve output.” 6
Job satisfaction increases labor turnover . Replace-
ment of a worker costs as much as ”f300 per worker". This
cost includes: expenses of "recruiting, selecting, and
training of new men; the wastage and spoilage of materials
and the damage to tools and machinery caused by inexperi-
enced workmen; the cost of extra equipment; the loss in out
put until the new employees reach productive efficiency;
the greater liability to accidents; and the cumulative
losses through delays and accidents to other workers," 7
Kornhauser and Sharp found that attitudes of boredom
or monotony are closely correlated with health.^ This
6 Chase, Stuart, "What Makes the Worker Like to Work?",
Reader’s Digest
.
Vol. 38, 1941, p. 17.
7 Daugherty, Carroll R., Labor Problems in American
Industry
.
Boston: Houghton Mifflin Company, 1941, p.599«
8 Kornhauser, Arthur V^., and Sharp, Agnes A., "Employee
Attitudes," Personnel Journal
.
Vol, 10, p, 404.
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4present study finds a relationship between attitudes of
monotony and job dissatisfaction. This seems to indicate
that job dissatisfaction may be related to poor health of
employees which in turn may be causlnf higher rates of sick-
ness per plant. Yes! The job satisfaction of the worker is
definitely the concern of industry.
THE PROBLEM
What aspect of this problem demands immediate study?
iViany studies have been made in the field of job satisfaction
but, to quote Robert Hoppock, "none of the investigators
attempted to obtain a sample representative of workers at
all ages and in all occupations."^ An attempt was made to
survey such a sample at New Hope, Pennsylvania in 1933 by
means of interviewers armed with questionnaires.
Attacking this problem from another angle, J. M. Seid-
man calls for less "dichotomization of attitude" and more
•hnalyses of reasons for satisfaction and dissatisfaction. "10
In order to obtain more easily such a general sample as
9 Hoppock, Robert, Job Satisfaction . New York: Harper and
Brothers Company ,1935* P • ^
•
10 Seidman, J. M.
,
"Dissatisfactions in Work", Journal of
Social Psychology
.
Vol. 17, 1943, P* 93.
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suggested by Hoppock and in order to analyze these reasons as
suggested by Seidman, an instrument is required - an instru-
ment general enough to apply to all occupations, specific
enough to analyze correctly the reasons contributing to the
satisfaction or dissatisfaction, simple enough to be compre-
hensible to the ordinary workman, sincere enough to invite a
response from those on the higher occupational levels, short
and easy enough to inconvenience neither the busy nor the dis-
interested people whose opinion is desired,
A review of the available literature written during the
previous fifteen years revealed that many instruments and
various techniques had been employed in earlier studies of jol
satisfaction. However, none of these instruments appeared to
be quite adequate for the present need. The reasons for this
inadequacy will be discussed in Chapter II,
ASSUMPTIONS
On what assumntlon is this study based? This present
study is based on the assumption that, since all job satis-
faction is based on certain psychological, physiological, and
environmental circumstances, job satisfaction is, therefore,
related to the degree in which the basic needs and desires of
the people are satisfied by the job. Therefore, regardless oi
the type of the job, the field of the work, or the level of
the occupation, there must be certain psychological, physio-
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6logical, and environmental factors oontrlbutlnR to Job satis~
faction which are applicable to every Job. The same quantity
of each factor might not satisfy each person. For example, one
person might be satisfied with a pay check of 118.00 a week but
another person might be dissatisfied with #60.00. However, it
is assumed that the checking of such a general statement as,
"Good pay," would seem to indicate some degree of Job satis-
faction regardless of the actual pay grade of the worker.
P0RP05E OF THE STUDY
What is the purpose and the seone of this study?
Specifically, the purpose of this study is:
(1) To identify these important, common, and general
factors contributing to the varying degrees of Job satisfaotioz
and Job dissatisfaction experienced by many workers in many
fields;
(2) To classify these factors and to Identify the items
which differentiate between the satisfied and the dissatisfied
workers
;
(3) To develop a check list consisting of these items
and
(4) To administer this check list to a heterogeneous
group of workers in order to determine the value of this
instrument in further study, such as:
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7(a) Discovering the percentage of satisfied and dis-
satisfied workers in various occupational levels and classi-
fications;
(b) Comparing the proportion of satisfied and dis-
satisfied workers in many, diversified occupations; and
(c) Identifying, correlating, and weighting the factors
responsible for job satisfaction or job dissatisfaction in
different fields of work,
BRIEF OUTLINE OF PROCEDURE
Hoyt will the data be obtained? The items to be included
in this check list will be obtained from:
(1) A study of the literature written during the last
fifteen years,
(2) A poll of nine personnel workers,
(3) A poll of 68 heterogeneous workers.
How will the data be treated? After the data is col-
lected, for purposes of figuring rank-order correlations, the
items will be classified into 30 major groups and these groups
will be ranked in the order of importance according to:
First, The source of the data.
Second, The sex of the subjects.
Third, Paired positive and negative factors.
Rank-order correlations will be computed
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8Hov: will the Items for the check list be chosen? In
constructing the check list, the number of items drawn from
each of the 30 major groups will depend on the proportion or
the percentage of satisfaction or dissatisfaction which that
classification seems to contribute to the average worker as
indicated by the statistics obtained in the poll of the 68
workers
.
How will this check list be used in this study?
,
At
least two check lists eind two self-addressed envelopes will
be mailed to each of 81 people in various parts of the
United States with a personal letter instructing each re-
cipient to use one blank and to give the second to a friend
for completion and return as quickly as possible.
How will this second set of data be treated? Upon
return, the completed check lists will be scored, the re-
sults will be tabulated, the scale values and the check list
scores will be compared, the average scores will be computed,
check list items will be analyzed to discover any invalid
items, and the results and conclusions will be summarized.
i
CHAPTER II
REVIE’.V OF THE LITERATURE
TECHNIQUES
What methods have been used In previous studies?
Komhauser^^ has listed five classes of methods used in sur
veyinp: attitudes. To these is appended a sixth and a sev«
enth which did not fall into any of the other five cate-
gories:
(1) The Impressionistic Method.
(2) The Unguided Interview.
(3) The Guided Interview.
(4) Question Blanks.
(5) Attitude Scales.
(b) Experimental Method.
(7) List of Factors to Be Rated.
The Impressionistic Method . This method, the obser-
vation technique was employed by Vhiting Williams^^ in
this country and by a British flrm,^^ In this method, a
worker is placed in a factory or business organization to
listen to the conversations and gripes of the employees and
to draw inferences.
11 Kornhauser, Arthur w., ”The Technique of Measuring
Employee Attitudes,^ Personnel
.
Vol. 9, 1933, P* 102.
12 Loo . Pit .
13 Hoppock, Robert, and Hand, Thomas I., "Job Satisfaction
Researches of 1942-1943, Occupations . Vol. 23, 1945,
p. 413.
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This method is not scientific; it is subjective and
inf oriiial.
The Ungulded Interview , This method was used by-
Elton Mayo^^ in his experiment at the Hawthorn© plant.
Roethlisberger and Dicksonl5 have also described this
experiment. This method was simply to get ”a worker to
talk to you and to listen sympathetically, but intelli-
gently, to what he had to say.”^^ The Interviewers in this
program went right into the shops just to talk, to listen,
and to learn if possible about the important newly dis-
covered field of "personnel relations." Data obtained in
this way is in danger of being subjective. This method
necessitates the expenditure of much time and money because
of the number of interviewers required and amour t of time
consumed for these adequate, informal intervievre.
The Guided Interview . This method was used to study
the morale of the telephone girls in a large Canadian, 75^
French speaking city. Morale was noticeably low due to
14 Mayo, Elton, Human Problems of an Industrial Civili-
zation . New York; The Macmillan Company, 1933.
15 Roethlisberger
,
F. J., and Dickson, V’. jr., Management
and the V’orker
.
Cambridge: Harvard University Press,
1939, p. 2.
16 Roethlisberger, F. J., l^nagement and Morale . Cam-
bridge: Harvard University Press, 1946, p. l6.
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bad supervision. Each pirl was interviewed at length by a
"xrianagesient Person"* who checked off ten items as attitudes
were revealed in the conversation. This study consumed al-
most six months. This technique is characterized by the
same objectionable features as the unguided interview.
question Blanks . This method comprises blanks con-
taining from one to as many as 100 or more questions usual-
ly requiring a simply yes or no answer. Check lists are
also included in this category.
Before January 19 3B, the Fortune ^vJagazine made a sur-
vey of 5000 people representing a true sample of the popula-
tion of the United States, The question asked in this sur-
vey was, "If you could go back to the age of eighteen and
start life over again, would you choose a different career
or occupation? This same question was used in March 194-2
by the Employment Stabilization Research Institute.
subjects were workers in seven different occupational
17 Gosselin, A. J., "Improving Morale of Phone Girls",
Personnel Journal
.
Vol, 14, 1935, PP. 173-182.
18 "The Fortune Quarterly SurveyrXI", Fortune
.
Vol. XVII,
1938, pp. 83-88. Also Reviewed in Occupations . XVI,
1938, pp. 586-587.
19 "Job Satisfaction", Personnel . Vol. 19, 1943, p. 590.
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groups, such as: streetcar men, firemen, clerical workers,
employers, and the unemployed. More than 50 per cent of thel
subjects said, ”Yes”, j
It seems questionable whether, in so complex a situa-
tion as the relationship between a worker and his job, the
answer "Yes” to such a simple question should be considered
as a valid indication of true dissatisfaction among the
respondents. Could it be possible that in this land, where i
people are steeped in the tradition of "bigger, better, and
different", where the principles of democracy encourage
I
each and every one of us to dream continually of better
jobs and ever higher standards of living - could it be ||
possible that every one of that "more than 50^^” who an-
i
ij
r
swered "Yes" were actively dissatisfied with their jobs -
could it be possible that some of the satisfied subjects
might also have been tempted to say "Yes"?
i
A more extensive check list type of blank is the "Job ^
Satisfaction Blank No, 5" fully described in Job Satisfac-
I
tlon by Robert Hoppock,^^ This blank contains 40 items,
|
requires 6 check marks, 3 yes and no answers, the title of !
20 Hoppock, Robert, Job Satisfaction , New York: Harper
and Brothers Company, 1935, PP. 242-243,
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the occupation of the respondent, his age, sex, and the
date. On a scale at the bottom of the check list, the sub-
ject checks his degree of satisfaction with his last five
jobs. This blank drew a large response, 88 per cent v/hen
employed in the New Hope study^l and 33 per cent when used
in a survey22 of the members and associates listed in the
1935 yearbook of the American Psychological Association.
This blank results in a reliable job satisfaction indw
ranging from 100 (maximum dissatisfaction) through 400 (sup-
posed indifference) to 700 (maximum satisfaction). Hov/ever,
this check list does not seem to include any information
which might lead to the discovery of and provide data for
the analysis of the causes of job satisfaction and job dis-
satisfaction.
Kolstad^^ used a questionnaire consisting of ten mul-
tiple-choice questions covering topics, such as: promotions,
encouragement to offer new ideas and suggestions, super-
21 Ibid .
.
p. 246 .
22 Hoppock, Robert, "Job Satisfaction of Psychologists,"
Journal of Applied Psychology . Vol. 21, 1937, PP* 300-
303.
23 Kolstad, Arthur, "Employee Attitudes in a Department
Store," Journal of Applied Psychology. Vol. 22, 193S,
pp, 470 -479 .
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vision, and managerial policies, A sample question is:
"How much does the management do to have good working re-
lationship between you and the people v’ith vrhom 3«^ou work?
{ Check ONLY OilE of the five answers
.
)
( ) As TATTLE as possible.
{ ) Much LESS than one could expect,
( ) About as IHJCH as one could expect,
( ) A little MORE than one could expect,
{ ) A ORE/.T DEAL MORE than one could expect, "24
A small number of "yes-no" questions were included. Each
response to the ten questions was weighted resulting, in a
possible range of scores from plus 48 to minus 48, Three
forms of the questionnaire were used in a department store,
one for the executives, one for the selling employees, and
one for the non-selling employees.
The answers to this questionnaire indicate areas of
possible managerial policy revision as well as areas of
maladjustment of the workers.
Attitude Scales , Scales for the measuring of partic-
ular attitudes have been devised by Dr, L, L, Thurstons,
R. S. Uhrbrock reported on an industrial application of this
technique which is described by Kornhauser^^ thus: Scale
values were assigned to 279 statements of Company plans.
24 Kolstad, cit .
.
p, 471.
25 Kornhauser, Arthur W,, "The Technique of Measuring
Employee Attitudes," Personnel
.
Vol, 9, 1933, p. 107
»
.'i •,*m' 1
.«'.
'
''Vt*
*
'
'
' '
* I A* • k ’- VtT
.
.'
. A- ' mM, K. I f .M -• * ,r_i.^'
Lvt . A '{^if (tf^ •
“*
^y \ *-f > , i', \\* r ' ^
^
i;.'
*
./ * * * '
' |j'
' >
>>•
''
* ^
-
’
»
»• •
• tir ’ .
!' ''•3
p i' /'if'^'-
'
^ I T^ t« *« * ' ’ -«i..r^ ^ A :«M Wil #t V £
I
•t i*>tli'
‘ i i-M' ' . • I
'
f;,- J , '4 '.JZ. VO «tfe^6la>r•4^•
., |, ,' , V'l'4 -^'.fcf^ -r^r-^F'" ,,iimj>a/^. r '. : ,
.•*>«• ’>,4 k iVr
.-f a.V.WfJVb'- *
'•
‘-
'-
'j^!' ' *' ' ' '*"^j(ili^W ' '•** ' 7
*^
'" *"' *
y. .!/- t-’i /<V> ^
'I
' '•’.
'
* *' /XvCHRiBSHiV- li ).* 'k^'i '
"
. 1
^=
.
I
15
policies, and practices in heterogeneous order. The state-
ments were checked anonymously by 4 i 500 employees in 11 fac-
tories in all parts of the United States. The score was ob-
tained simply by adding the scale values. Resulting scores
were correlated by factories, sex, intelligence, and know-
ledge of company history, plans, and products. A preliminary
study of the clerical workers revealed the fact that neither
attitude and general intelligence nor attitude and knowledge
of company history, plans, and products were correlated.
The Experimental Method . Robert U. Cole reported on an
experiment to evaluate a Boy's Club Guidance Program. He
used the technique of group-control study. In 1931 » two
groups of 100 members were paired for age, IQ, class, grades,
school marks, physical development, health, industriousness
,
behavior, parental educational opportunities and occupations,
nationality, and social and economic status. One group re-
ceived vocational guidance; the other group, none. By 1936,
group differences were pronounced. According to the tabula-
tion of their answers to five questions regarding their work,
five times as many boys were happy with their occupation in
the advised group as in the unadvised group.
26 Cole, Robert C., "Evaluating a Boy's Club Guidance Pro-
gram", Occupations
,
Vol. 17, 1939, PP» 705-708.
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A ixiethod of study like that described above has i;iany
ooiomendable features peculiarly adapted to the discovery
and analysis of the causes of satisfaction and dissatis*
faction but it is time consuming and it would be a very
difficult program to execute with an adult group*
.he Hanking of Factors * Ihis last method of study is
the quantitative method of determining the relative impor*
tanoe to workers of certain factors on the job* Chant^7
reported on such a study* "wenty-two department store
managers chose 12 factors to be rated* The subjects were
250 employed you:.g men between 17 euid 21 yeais of age ( 100
department store employees and 150 Y*M*C*A* members)* The
subjects paired each of the twelve factors against the other
eleven in random order* Below is a list of the twelve
factors in the order of importance as ranked by the 150
Y*M*C«A* members:
Opportunitv for advancement*
Steady work*
Opportunity to use your own ideas*
Opportunity to learn job*
Opportunity to be of public service*
Good boss*
High pay*
Good working companions*
Comfortable working conditions*
Clean work*
Good hours*
Easy work*
27 Chant, S*N*F., "Measxiring Factors That Make a Job
Interesting**, Personnel Journal. Vol* 11, pp* 1*A*
((
This method does not permit the discovery of new factors,
'i
This present study will make use of a modification of ji
method number 4, the check list. This method has the follow-
|
ing assets:
:i
(1) Easy and inexpensive administration, l!
(2) Broad adaptability.
jl
(3) Quick scoring, !
(4) Easy analysis of the factors contributing
j
to job satisfaction.
PERCENTAGE OF DISSATISFIED V'ORKERS
I
These studies have resulted in many divergent percentagesl i
It
of satisfaction and dissatisfaction . In 1935, Robert Hoppock
||
found that "tv;o-thirds of the studies showed less than one-
j|
third of the workers to be dissatisfied.”^® In 1943, Seidman |
i|
found the range to vary from 10 per cent of 500 teachers to 9S|
I
per cent of 450 young textile mill workers, ^9 avro-fifths of
117 percentages derived from 49 studies showed one-third or
[
more workers dissatisfied. In 1945, an article in Fersonnel ^^
stated, "The results range from 1^- to 92^ with the upper quar-
tile at 479^, the lower quartlle at 11^, and the median at 25^9
28 Hoppock, Robert, Job Satisfaction
.
New York: Harper and
Brothers Company, 1935, P*
29 Seidman, J, M,
,
"Dissatisfactions in V/ork", Journal of
Social Psychology . Vol, 17, 1943, p. 93.
30 "Job Satisfaction Researches," Personnel . Vol. 21, 1945,
p. 319.
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Hoppock has illustrated graphically the proportion of
workers found to be dissatisfied in his book on Job Satis -
faction . Figure I illustrates the variation of 26 percent-
ages obtained in 8 additional investigations as reported bj’-
the referenced authors. Percentages range from 0.00 per cent
to 77 per cent and average about 37 per cent.
Below is a list of some of the factors mentioned in
relation to job satisfaction in 33 previous studies . The
items at the top of this list have been mentioned more
frequently than those at the bottom:
Column 1
Pay
Supervisors
Advancement
General Working Conditions
Management
Nature of the Work
Monotony
Hours
Security
Responsibility
Co-Workers
Prestige
Mental Satisfaction from
Helping Others,
Physical Condition of Workers
Appreciation
Futility of Job
Personal Interest of Management
Opportunity to Learn
Cleanliness
Customers
Column 2 (Continuation of
'Column 1
Rest Periods
Temperature
Personality Problems
Age
Home Conditions
Counseling
Restrictions
Changes of Work
Grievance Adjustments
Social Life
Aspirations Too High
Fair Lay-off Procedures
Company Politics
Opportunity to Travel
Weather
Piece Work
Occupational Level
Intelligence
Emotional Stability
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References Short Description of Cases
0
1 100 Unadvised Boys
2 5000True Sample U.S. Population
3 771 Applicants for Adult Education
4 Streetcar Men
4 Relief Clients
4 City Firemen
4 Unemployed
4 Clerical Workers
4 Employers
5 31 Cases Age 15-20
5 294 Cases Age 21-25
5 329 Cases Age 26-30
5 214 Cases Age 31-35
5 233 Cases Age 36-40
5 189 Cases Age 41-45
5 159 Cases Age 46-50
5 115 Cases Age 51-55
5 69 Cases Age 56-60
5 35 Cases Age 61-65
5 14 Cases Age 66-70
5 3 Cases Age 71-75
5 3 Cases Age 76-80
5 12 Cases Age Unknown
6 83 Univ. Ind , Grads. Class ’26
7 541 Harvard Grads. Class ’ll
8 2424 Stanford (Orads .,71 Vocations
20 40 60 80 100
Percentage of Dissatisfied Workers
PROPORTION OF WORKERS DISSATISFIED
26 Percentages obtained in 8 Investigations by the Referenced Authors
Average Percentage of Dissatisfaction - 37 ^
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References noted in Figure I are listed belov/;
1 Cole, Robert C., "Evaluating a Boy’s Club Guidance Pro-
gram," Ocuupatlons . Vol. 17, 1939, PP. 705-708.
2 "The Fortune Quarterly Survey :XI," Fortune
.
Vol, XVII,
1938, pp. 83-88.
3 Hoppock, R, and Spiegler, S., "Job Satisfaction Researche i
of 1935-1937," Occupations . Vol. 16, 1938, pp. 636-643.
4 "Job Dissatisfaction," Personnel . Vol. 19, 1943, p. 590.
5 Neuberg, Maurice J., Principles and Methods of Vocation-
al Choice . New York; Prentice-Hall, Inc., 1934, PP. 20-
21 .
6 Thomson, Villiam A., "Eleven Years After Graduation,"
Occupations
.
Vol. 17, 1939, PP. 709-714.
7 Tunis, John R., Was College ^north Vhile . New York:
Harcourt Brace, 1936, pp. 234.
8 Wrenn, C. Bilbert, "Vocational Satisfaction of Stanford
Graduates," Personnel Journal
.
Vol. 13, 1934, pp. 21-24.
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CHAPTER III
THE DE7EL0PIISNT OF 'mE JOB SATISFACTION CHECK LIST
COLLECTION OF THE DATA
How were the Items for the check list colleoted? 7'he
items for the check list were collected by a method similar
to that used by McClusky and Strayer in their study of job
satisfaction in teaching situations. 31 in their study, 1000
items of satisfaction and dissatisfaction were collected from
anonymous teachers. These items were classified and from them
a check list consisting of 107 items v/as assembled.
JOB ATTITUDE BLANKS
What instrument vms used to collect the items ? For this
study "Job Attitude Blanks ^1 and #2" Illustrated on pages 22
and 23 were devised to collect items of satisfaction and
dissatisfaction from as many workers from as many different
fields as possible. These blanks were based on the assumption
that many people had held two jobs. If they had held two jobs,
they naturally must have liked them both in the same degree;
disliked them both in the same degree; or liked one better
than the other. If the subject v/ere in the first category, he
31 McClusky, H. Y. and Strayer, F, J., "Reaction of Teachers
to the Teaching Situation - a Study of Job Satisfaction",
The School Review
.
Vol, 40, 1940, pp. 612-623.
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The reasons I disliked this job T/cre :
Sex
[•V:'"--\
.'V
A. ' *•• ll
'
..
." IV
/-;''»- EavT'
IT/IB'm.^' '
'
;,
.•
»
V;
<r
t :fi ' >>
'
Tr:vra>''^
XKM mrrm mx»
a
'll*'
' K- U. :
cv • V- y^;
ba-ftu.n fcfw b*B I rfoitir t-' f, *{y
'
:r.j» <ft>t Bijtj I ;•,
„riT •:
* '
’
1.
j y
Smv.V/
DFXu.. i-f . * . n^iomB
.
*
' A j
.:'
' i, I -
L-v/ - ‘
I
- • '
'V'/iV!//. .. . ‘ . ' W,'
" ‘
'
-5$«-pis^v "i' '-'- ':y
'f-iriVT
* ' f
VA' ;
m
i.
''
.
«£ : &.::#. • 'is<
•
,
*'b. ' 'y'« g. I If,' . ^Vlf/ yjak^iAn; ./
ji tBroK
V
,
1 ?s' •. ^//iv f
I
'
Ji ’4f
i ..
.
'li'.V
... I
'
)K:i
.'V
% r-
u^if
'»iV'r Ji.U •*:»: K/-
JOB ATTITUDE BliiFK II
Ago Sox
The job vihich I had and liked the best -wns :
The reasons I lilcod this Job -vToro :
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M
'
, could list his reasons on Job Attitude Blank #2, If he were
I j
in the second category, he could list his reasons on Job
1
Attitude #1. If he were in the third category, he could com-j
I plete both blanks.
!
These Job Attitude Blanks were distributed, one each to
70 people of as wide an age and occupational range as pos-
sible. In order to increase the chance for obtaining sub-
jects in a wide range of occupations, 80 blanks were divided ,
among 17 people who were requested to recruit volunteers
among their friends. Since the check lists were anonymous,
no record was made of the source of those returned. Sixty-
eight Job Attitude Blanks were returned. This figure repre-
sents 7S per cent of the original 8? subjects to whom the
blanks were given directly and 45 per cent of the possible
150 subjects who may have received these blanks both direct-
ly and indirectly.
To make these blanks as simple as possible, information
other than the reasons for liking or disliking the occupa-
tions was restricted to age, sex, and title of the occupa-
tion in question.
SUBJECTS
^ Table I at the top of page 25 shows the sex, age range
and mean age of the 68 respondents
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TABLE I
,
SEX, AGE RANGE, AND llEAjN AGE OF THE SUBJECTS
25
Sex N\imber of Subjects Age Range Mean Age
Female 37 18 - 53 31.8
Male 30 25 - 58 39.3
Unknown 1
Total 68 18 - 58 35.2
The range of occupations represented by the 68 subjects
is Illustrated in Table II on page 26. This table is based
on the occupational classification used by the United States
Employment Service
Major Occupational Groups
0 Professional and Managerial Occupations
1 Clerical and Sales Occupations
2 Service Occupations
3 Agricultural, Fishery, Forestry,
and Kindred Occupations
4 & 5 Skilled Occupations
6 & 7 Semiskilled Occupations
8 & 9 Unskilled Occupations
The classification "All" was added to account for those
subjects who admitted either a completely positive or com-
pletely negative attitude toward every job ever held.
32 Dept, of Labor, Dictionary of Occupational Titles .
Part II, Titles and Codes, Government Printing Office,
Washington, D. C., June 1939, P* ix.
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TABLE II
,
THE OCCUPATIONAL RANGE OF THE SUBJECTS
/
Occupational
Classification
Occupations
Disliked
Occupations
Liked
Male ? Female Male ? Female
0 k 0 13 7
1 13 1 25 11 1 22
2 1 4 0 5
3 2 0 0 0
4 & 5 1 0 4 0
6 7 U 7 1 2
8 k 9 H 0 1 0
All
1
1 1 0 1
Totals 30 1 37 30 1 37
NOTE: This table should be read as follows: four male
subjects listed reasons for disliking specific professional
or managerial occupations; no female subjects listed reasons
for disliking a specific professional of managerial occupa-
tion* Thirteen male subjects listed reasons for liking
specific nrofessional or managerial occupations and seven
female subjects listed reasons for liking specific profes-
sional or managerial occupations*
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Due to the fact that the majority of the subjects lived
in a highly commercialized area, 53 per cent of the group
were representative of the Clerical and Sales Occupations,
Group 1.
TREAT^ffiNT OF THE DATA
How were the data tabulated ? Upon their return, the
items listed on the 68 Job Attitude Blanks were tabulated.
Table III illustrates the number of reasons for satisfaction
and dissatisfaction as submitted by the 68 subjects,
TABLE III
TOJBER OF REASONS FOR JOB SATISFACTION
AND JOB DISSATISFACTION
Subjects Reasons for
Dissatisfaction
Reasons for
Satisfaction
No, Sex Total per Average Total per Average
Group per Person Group per person
30 Male 97 3.23 111 3.70
37 Female 125 3.37 155 4.18
J. Not known' _2 3 2 2
68 Total 225 3.30 268 3.94
NOTE; This table should be read as follows: The 30
male subjects submitted a total of 97 reasons for job
dissatisfaction or an average of 3*23 reasons per person.
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It is interesting to note that the subjects listed more
reasons for job satisfaction than for job dissatisfaction.
A Dcattergram, Table IV, was constructed to comnare the
level of the jobs liked with that of the jobs disliked.
This scattergram was based on the Beckman Scale:
Group I
Group II
Group III
Group IV
Group V
Unskilled Manual Occupations
Semi-skilled Occupations
Skilled Manual and V.hite Collar Jobs
Sub-Professional and Business
and Minor Supervisory Positions
Professional, Managerial and
Executive Positions.
The concentration of the marks in the lower right
corner indicates the trend of this group of subjects to be
dissatisfied with the occupations on the lower levels and to
be satisfied with the occupations on the higher levels.
The 493 positive and negative reasons were typed on 493
file cards to facilitate tabulation. Colored cards were
used to indicate:
Reasons of: Female Subjects Male Subjects
For;
Satisfaction V,hite Cards Yellow Cards
Dissatisfaction Salmon Cards Blue Cards
33 Beckman, R. 0., ”A New Scale for Gauging Occupational
Rank”, Personnel Journal
.
Vol. 13, p. 225-233
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TABI£ IV
CO^^PARISON OF LEVELS OF OCCUPATIONS LIKED
V;ITH LEVEI3 OF OCCUPATIONS DISLIKED
V
Levels
IV
of
III
Occu-
II
Pations
I
Dis-
NONE
liked
NOTE: This scattergram is based on the Beokman Scale.
It Illustrates the tendency of the subjects to dislike occu-
pations on the lower levels and to like occupations on the
higher levels. The result is the noticeable concentration
of marks in the lower right corner.
Lerend
IVEale /
Female /
Unknown /
Levels of Occupations Liked
NONE I II III IV V
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For comparison with the factors mentioned in the
literature these 493 factors were classified into 30 f!:roups
which were ranked in the order of importance based on the
numerical frequency or the total number of times these
factors were mentioned by the total group of 68 subjects
as reasons for job satisfaction or job dissatisfaction.
The classification of these factors and the order of
importance is illustrated in Table V.
Accurate mathematical correlation of the factors dis-
covered to be important by this study with the factors men-
tioned in the previous literature was difficult and unsat-
isfactory due to the variety of the techniques used in the
previous studies and the lack of good definitions of these
factors. However, it was attempted eind Table VI illus-
trates the rank-order method of correlation used to com-
pare the frequency of the 30 factors found to be important
in this study with the frequency of the appearance of these
same 30 factors in the literature. The correlation by
this method is -r.68 and the probable error .069.
Previous studies have failed to suggest the apparently
profound influence on the average worker of the factor
which has been defined by the workers as "contact with
many people". These people may be co-workers, customers,
clients, salesmen, etc. The important aspect of this
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TABLE V
CLASSIFICATION OF FACTORS ORDER OF IMPORTANCE l|
POSITIVE ASPECT NEGATIVE ASPECT TOTAL
FREQUENCY*
RANK
Interest Monotony 55 1
Higher Pay Lower Pay 43 2
Responsibility & No Responsibility & 3S 3
Complexity of Job Simplicity of Job
Contact with Contact with 36 4
Many People Few People
Fair Managerial Policy Unfair Mgrl Policy 26 5
Congenial Co-Workers Uncongenial CoWkrs 25 7
Good Supervisors Bad Supervisors 25 7
Pleasant Nature of Wrk Unpleasant Nature Wrk 25 7
Pleasant Atmosphere Unpleasant Atmosphere 24 9
Opportunity for Poor Opportunity for 21 10
Advancement Advancement
Short and/or Long and/or 19 11
Regular Hours Irregular Hours
Resultant Physical Resultant Physical 18 12
Well-Being Exhaustion
Sense of Achievement Sense of Futility 15 13
Prestige Lack of Prestige 14 14
Chance to Learn No Chance to Learn 13 15
Clean Work Dirty Work 12 16
Freedom on Job Restricted by Job 11 17
Pleasant Customers Unpleasant Customers 10 18
Appreciation No Appreciation 7 19
Convenience of Inconvenience of 6 20
Place of Work Place of Work
Steady Work Not Steady Work 5 21.5
Regular Rest Periods No Rest Periods 5 21.5
Managerial "Personal "Cog in Wheel" 4 23.5
Touch" Attitude
Mental Pleasure from Mental Displeasure 4 23.5
from Type of Duties from Type of Duties
Lack of Noise Noise 3 25.5
Lack of Odor Odor -L ^ V 3 25.5
Adequate' Light Inadequate Light 2 28
Moderate Temperatures Extreme Temperatures 2 28
Good Ventilation Poor Ventilation 2 28
Miscellaneous Miscellaneous 20 30
Total Items 493
* Total number of times factor was mentioned by the total
68 subjects either as a positive factor contributing; to
job satisfaction or as a negative factor contributing to
job dissatisfaction.
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TABLE VI
FACTORS PRESENT STUDY
FRE.jUEKCY RANK
33 STUDIES
FRE'^^UENCY RANK D d2
Interest 55 1 9 8 7 49
Pay 43 2 20 1 1 1
Responsibility 38 3 7 11.5 8.5 72.25
Meeting People 36 4 0 27 23 529
Management 26 5 11 5 0 0
Co-Workers 25 7 7 11.5 4.5 20.25
Supervisors 25 7 17 2 5 25
Nature of Work 25 7 10 6 1 1
Atmospiiere 24 9 12 4 5 25
Advancement 21 10 15 3 7 49
Hours 19 11 9 8 3 9
Well-Being 18 12 6 U.5 2.5 6.25
Achievement 15 13 3 16.5 3.5 12.25
Prestige 14 14 7 11.5 2.5 6.25
Learning 13 15 2 18.5 3.5 12.25
Cleanliness 12 16 2 18.5 2.5 6.25
Freedom 11 17 0 27 10 100
Customers 10 18 1 21 3 9
Appreciation 7 19 6 14.5 4.5 20.25
Convenience 6 20 0 27 7 49
Security 5 21.5 9 8 13.5 182.25
Rest Periods 5 21.5 1 21 .5 .25
Personal Touch 4 23.5 3 16.5 7 49
Satisfaction 4 23.5 7 11.5 12. 144
Noise 3 25.5 0 27 1.5 2.25
Odor 3 25.5 0 27 1.5 2.25
Light 2 28 0 27 1 1
Temperature 2 28 1 21 7 49
Ventilation 2 28 0 27 1 1
Miscellaneous 20 30 25 23 7 49
vn rro.'co
p - 1 - PS.V - .7063(1 - p.^)
N(k^-tt
rjip
- /n
p - 1 -6x1
m, PEp =
.7063 (1
/3O
- .682)
P r -f.68 PEp = .069
RANK-ORDER METHOD OF CORRELATION

situation is that the average worker seems to find more
satisfaction in his work if he comes in contact with a
33
reasonable number of people each day. This factor caused
approximately 7 per cent of the job satisfaction of the
group of 68 subjects who assisted in this study. The
previous literature seems to have given little attention to
this factor.
Items contributed by personnel workers . Nine workers
from the Personnel Field were polled - five women and four
men. They had an average of 12,75 years of experience in
this field. They stress the following factors as important
causes of job dissatisfaction;
Inadequate Pay
Poor Opportunity
for Advancement
Unfair Supervisors
Unfair Managerial Policies
Personality Problems
Monotony
Friction with Co-Workers
Substandard Working Conditions
Hours
Lack of Appreciation
Inadequate Light
T^ck of Prestige
Lack of Contact with People
Nature of the Work
Health
Futility
Restricted by Job
Inconvenience of Place of
Work
Insecurity
Extreme Temperatures
Unfavorable Home
Conditions
All of these factors except Unfavorable Home Condi-
tions were listed as important causes of their job dissatis-
faction by the 68 workers.
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34
CONSTRUCTION OP THE CHECK LIST
Two tables were construoted . The rank-order
correlations and probable errors were computed based on
the rank of the factors in order by:
Table
(1) Female subjects in comparison with male subjects VII
(2) Positive factors in comparison with negative Till
The computation of the rank-order correlations and
probable errors were based on the formulas set forth in
the textbook on statistics by Gearrett.^^
Since all the correlations were high and the
probable errors were low, it was decided to use the order
of importance assigned by the total group of subjects as
a basis for weighting the check list.
A check list emd a set of scoring keys are included
in the appendix.
The items in the check list were weighted in
relation to the numerical frequency of appearance on
the Job Attitude Blanks I and II. For example, the dual
factor. Monotony mentioned negatively and Interest
34 Garrett, Henry E., Statistics in Psychology and
Education . New York: Longmans, Green and Co.,
1938, p. 361.

*TABLE VII
FACTORS MALE :.IALE FEMALE
FREc^UBNCY RANK FREQUENCY
FEMALE
Ri\NK D d2
Interest 23 1 32 1 0 0
I
Pay 21 2 21 3 1 1
1
Meeting People 17 3 18 5 2 4 :
Responsibility 16 4 22 2 2 4
^«ianageoient 15 5 11 10.5 5.5 30.25;
Nature of Work 12 6 13 8 2 4
Advancement 10 7.5 11 10.5 3 9
Well-Being 10 7.5 8 14 6.5 42.25
Co-V/orkers 9 9 16 6.5 2.5 6.25i
Atmosphere 8 10 16 6.5 3.5 12.25
Hours 7 12 12 9 3 9 ;
Achievement 7 12 8 14 2 4
Prestige 7 12 7 16.
5
4.5 20.25!
Supervisors 6 14.5 19 4 10.5110.251
Learning 6 14.5 6 18.5 4 16
1Cleanliness 3 18 9 12 6 36
Freedom 3 18 8 14 4 16 1
Security 3 18 2 23.5 5.5 30.25!
Personal Touch 3 18 1 26.5 8.5 72.25
Satisfaction 3 18 1 26.5 8.5 72.25
Customers 2 22.5 7 16.5 6 36
Appreciation 2 22.5 5 20.5 2 4 i
Noise 2 22.5 1 26.5 4 16
1
Light 2 22,5 0 30 7.5 56.251
Ventilation 1 25 1 26.5 1.5 2.251
Miscellaneous 10 26 9 29 3 9 i
Convenience 0 28.5 6 18.5 10 100
Rest Periods 0 28.5 5 20.5 8 64
Odor 0 28.5 3 22 6.5 42.251
Temperature 0 28.5 2 23.5 5 25 i
208 280 854. oo[
P - 1 - „ PE - 7063 “ P2)
- N(N'^-l) /N
P s 1 - 6 X 854 PEn = - 7063 (1
-
.81^)
P /3O
P = +.81 PEp = . 04
RANK-ORDER f^THOD OF CORRELATION
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TABLE VIII
FACTORS NEGATIVE ITEMS POSITIVE ITEMS
1:
FREOUENCV RANK FREQUENCY RANK D d2
I
Interest 26 1 29 2 1
li
1
Supervisors 17 2.5 8 13 10.5 110. 25 1
Pay 17 2.5 26 4 1.5 2.251;
Management 16 4 10 9 5 25 1
Well-Being 15 5 3 20.5 15.5 240.251
Nature of Work 14 6 11 8 2 4 :
Advancement 12 7.5 9 11 3.5 12.25;
Hours 12 7.5 7 14.5 7 49
Co-Workers 10 10 15 5 5 25
i
Responsibility 10 10 28 3 7 49
Atmosphere 10 10 14 6 4 16
Cleanliness 9 12 3 20.5 8.5 72.25
Achievement 6 13.5 9 11 2.5 6.25
Customers 6 13.5 9 11 2.5 6.25
Meeting People 5 15.5 31 1 14.5 210.25
Prestige 5 15.5 4 18 2.5 6.25
Security 4 17.5 1 24.5 7 49
j
Freedom 4 17.5 7 14.5 3 9 l!
Odor 3 19.5 0 28,5 9 81 1
Noise 3 19.5 0 28.5 9 81
Temperature 2 23 0 28.5 5.5 30.25
Appreciation 2 23 5 16.5 6.5 42.25
Ventilation 2 23 0 28.5 5.5 30.25
Personal Touch 2 23 2 23 0 0
Rest Periods 2 23 3 20,5 2.5 6.25
Convenience 1 28 5 16.5 11.5 132.25
Satisfaction 1 28 3 20.5 7.5 56.25
Light 1 28 1 24.5 3.5 12.25
Miscellaneous 8 29 12 26 3 9
Learning 0 30 13 7 23 529
225 1903.00
D _ 1 _ 6d2 PEt, - .7063(1 - p2)
N(N^-17
P » 1 - 6 X 1903 PE"n * .7063 (1 - .582)
30(302-1) / 3O
P « .5S PEp - .085
RANK-ORDER METHOD OF CORRELATION
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mentioned positively, was listed about five times as
often as the dual factor, Dirty Work and Clean Work, as
contributing to the degree of dissatisfaction or
satisfaction experienced by the worker in relation to
his job; therefore, the check list contains five times
as many items based on Monotony and Interest as items
based on Dirty Work and Clean Work.
The check list is actually based on the percentage
of satisfaction caused by each factor group. Since
Monotony and Interest contributed to 10 per cent of the
job satisfaction of the 68 subjects, 10 per cent of the
items on the check list were concerned with Monotony
(5 per cent or 5 items) and Interest (5 per cent or
5 items). Since Clean Work or Dirty Work caused only
2 per cent of the job satisfaction of the group, 2 per
cent of the items were concerned with Clean Work
(1 per cent or 1 item) and Dirty Work (1 per cent or
1 item).
Table IX shows the method used to determine the
number of items in each classification to be included
in the check list. One hundred and eight items,
54 positive and 54 negative items, were listed almost
word for word from the Job Attitude Blanks. The least
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TABLE IX
FACTORS TOTAL
PHEOUEKCY
TOTAL
RANK
APPROX.
PER CENT
NUMBER OF
TEST ITEMS
Interest 55 1 11 10
Pay 43 2 9 8
Responsibility 38 3 8 8
Meeting People 36 4 7 6
Management 26 5 5 6
Co-Workers 25 7 5 6
Supervisors 25 7 5 6
Nature of Work 25 7 5 6
Atmosphere 24 9 5 4
Advancement 21 10 4 4
Hours 19 11 4 4
Well-Being 18 12 4 4
Achievement 15 13 3 6
Prestige 14 14 3 4
Learning 13 15 3 2
Cleanliness 12 16 2 2
Freedom 11 17 2 3
Customers 10 18 2 2
Appreciation 7 19 1 2
Convenience 6 20 1 2
Security 5 21.5 1 2
Rest Periods 5 21.5 1 2
Personal Touch 4 23.5 .8 2
Satisfaction 4 23.5 .8 1
Noise 3 25.5 .6 1
Odor 3 25.5 .6 0
Light 2 28 .4 1
Teraperature 2 28 .4 1
Ventilation 2 28 • 4 1
Miscellaneous 20 30 5 2
Totals 493 100 108
Check List Iteias submitted by Male Subjects 48
Check List Items submitted by Female Subjects 60
Negative Items 54
Positive Items 54
108
This table shov/s the method used to determine the
number of items in each classification to be included in
the Job Satisfaction Check List.
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possible amount of editing was done in order to preserve
the original words and meanings as expressed by the
workers, themselves. Items expressed in the most
common and general terms were chosen in preference to
items very specific or unusual.
A random arrangement of these items on the check
list was achieved by shuffling the 108 cards on which
were printed the selected items.
For purposes of validation and comparison, the
following five point scale was included as the first
section of the check list:
1 ( ) I like my present job so much that I would not quit
for anything.
2 { ) I like my present job but I would quit for a better
job.
3 ( ) My present job is all right.
4 ( ) I dislike my present job but I do not know of a
better one right now.
5 ( ) I hate my present job so much that I am looking
for another one now.
On this scale, the worker is directed to indicate
his general attitude toward his job by checking (V)
the sentence which most nearly expresses his present
attitude toward his job.
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Due to the nature of this check list, it is
constructed to he anonymous. The following information
is requested for pxirposes of compilation and comparison:
(1) Age.
(2) Sex.
(3) Title of Occupation.
xhe directions are c3ear and simple
.
Samples
are included to illustrate each step. The subject is
required merely to check the items which most nearly
express his attitude toward his job. As a second step,
he is to underline the items most Important to him.
Space is supplied on page 4 for the Inclusion of
additional general or specific items related to the job
satisfaction experienced by the individual worker. The
Information obtained in this section may prove of
assistance in the revision of the check list at a
later date.
To facilitate the scoring of the check list, to
simplify the tabulation of the factors, and to adapt the
check list for possible counseling purposes, the factors
were reclassified and divided into six major areas of
possible maladjustment of the worker in relation to
his job.
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These areas are:
(1) HR Ihiman Relations
(2) NW Nature of the Work
(3) WC Working Conditions
(4) MB Material Benefits
(5) IB Inteingible Benefits
(6) SM Supervision and Management
This area classification is based on the definition
of job satisfaction: "the psychological, physiological,
and environmental circumstances"^^ which cause a person
to say that he likes his job.
The environmental circumstances about the worker
break down into two factors:
First: Things or Working Conditions comprising
light, heat, furniture, tools, and pleasant or unpleasant
surroundings
•
Second: People Ytho work near or influence the
worker during the day. For the worker, there are two
35 Hoppock, Robert, Job Satisfaction. New York: Harper
and Brothers Company, 1935, P« 47.
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kinds of people, (1) the other workers, customers, and
visitors and (2) the supervisors, managers, and bosses.
This natural division breaks up into two more areas
which are called (1) Human Relations to denote contact
with the other workers, customers, or visitors, and
(2) Supervision and Management to include not only those
in direct charge of the worker but the pleasant or
unpleasant policies reflected on to the worker from
higher up through these supervisors.
The "physiological circumstances" seem to indicate
an area to be called "Nature of the Work". Items in
this area include the worker’s positive or negative
reactions to dally activities, such as: having to hurry,
to sit in one spot for hours, to lift heavy crates, to
compute costs, etc.
In the area of "psychological circumstances" might
be classified the benefits or disservices which the
worker obtains as a result of his work. Although the
area of Material Benefits such as, pay, vacations,
advancement is hardly psychological, the affect on the
worker is a psychological one.
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Another area more closely related to the
"psychological circumstances" of the worker is the
area of Intangible Benefits which includes items such
as: the feeling of satisfaction experienced by the
worker who learns something new every day, enjoys
helping the customers, feels that his job is important,
or in the negative sense, the depression felt by the
worker who feels that his job is "futile" and that he
has "no hope of getting anywhere".
SCORING THE CHECK LIST
How to score the check list . The check list is
scored so that maladjustment in any one of the six areas
can be quickly noted. The check list is easily scored
by six keys printed to Indicate the positive or
negative items checked in each major area. Each check
mark is counted as one positive or negative point as
indicated on the key for the major area. Any items
listed on page 4 are to be inspected for possible
additional positive or negative points which may be
added to the appropriate area scores.
A positive and a negative score is posted in the
appropriate column in the score box on page 1. The
difference is posted in the column labeled "Score". All
scores are totaled and proved so that the final total
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score for the check list appears in the lower right comer
of the score box. This score is to be posted on the -54 to
54 scale along the bottom of page 1.
How to score the five point scale . On page 1 is a
five sentence scale on which the worker is directed to
check the sentence which most nearly expresses his
attitude toward his job. These sentences are numbered 1
through 5 to correspond to the numbers along the top of
the scale at the bottom of page 1. Post the score, which
is simply the number of the sentence checked, on this
five point scale.

CHAPTER Vf
THE iJjCPERIMENT AND THE RfiSUL'PS
TECHNIQUE
Iwo oHeok lists and two self-addressed envelopes with
a personal letter containing instructions were mailed to 81
selected subjects located in seventeen states* Four
subjects from Massachusetts volunteered to distribute
from four to twenty-five check lists among acquaintances*
In all 200 check lists were distributed*
before the deadline two weeks later, 80 check lists
were returned in time for tabulation* Quite by chance,
exactly forty were completed by women and forty, by men*
Ihis represents almost 100 per cent of the original 81
subjects to whom the blanks were addressed or 4.0 per cent
of the 200 subjects who may have received the blanks*
I
These blanks represent a fairly wide geographical
distribution as Illustrated in Table X*
Table XI shows the sex, age range, and mean age of
the 80 respondents*
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TABLE X
GfiOTrRAPHICAL DISTRIBUTION OF THE EIGHTT SUBJECTS
Number of Subjects
State Receiving Check Lists
Number of Subjects
Returning Check Lists
California 3 3
Connecticut 1 2
Illinois 3 2
Indiana 2 1
Kentucky 1 0
Maine 2 3
Massachusetts 19 43
Michlfran 1 0
x\iinnesota 1 0
New Hampshire 1 1
New Jersey 1 0
New York k 3
Ohio 35 15
Oregon 2 3
Pennsylvania 2 2
Washington, D. C. 1 2
Wisconsin 2 0
17 States 81 80
NOTE: This table should be read as follovrs: tv;o
people located in the state of Maine received two check
lists each or a total of four check lists; three of these
check lists were completed hy workers and returned for
tabulation.
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TABLE XI
SEX, AGE RANGE, AND MEAN AGE OF THE SUBJECTS
Sex Number of Subjects Age Range Mean Age
Female 40 18 - 53 32
Male 40 20 - 64 37
Totals 80 18 — 64 35
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RESULTS OF THE EXPERIMENT
After scoring the check lists, soattergrams were
constructed to illustrate any correlation between job
satisfaction and the following factors:
Factor See Table
Age XII
Occupational Level XIII
Type of Occupation XIV
Evidence of any relationship between these factors
was not found,
A scattergram constructed to bring out any relation-
ship between the five point scale values and the check list
scores showed a marked positive correlation. Calculation
of the product-moment coefficient of correlation as shown
on page 52 proved a correlation of ,64 and a probable
error of ,04* This seems to indicate a distinct relation-
ship between the check list scores and the degree of satis-
faction as estimated by the worker himself on the five
point scale. This seems to indicate that the check list
is valid; it actually measures with some degree of
accuracy the amount of job satisfaction or dissatisfaction
experienced by heterogeneous workers from divergent
occupational fields.

AGE
OF
SUBJECTS
tab:j: XII^CATTIXJCRAiJ
Score on Job Satisfaction Check List
-54 45 36 27 18 9 0 9 18 2? 36 45 54*1
60-64 11
55-59 1
50-54 / f ! I
45-49 f / / 11 11
40-44 Lll 1111/
1
/
11
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30-34 >
i [/ / 111
m
Lm 11 1
25-29 L
'III
l/ m 1/ 1//
20-24
f 1/ Lll
f
/ 1/
15-19 f
Legend
Female /
Male 1
NOTE: This Soattergram illustrates the lack of
correlation between age of subject and job satisfaction
score obtained by the Job Satisfaction Check List,
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TABT^ 'XIII
Score on Job Satisfaction Check List
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NOTE: This Scattergram illustrates the lack of
correlation between occupational level and job satis-
faction score obtained by the Job Satisfaction Check
List.
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TABLE XIV
Score on Job Satisfaction Cbeck List
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NOTE: This Scattergram illustrates the lack of
correlation between the type of occupation and Job satis-
faction score obtained by the Job Satisfaction Check List
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Tables No, XV and XVI also illustrate the distinct
correlation between the Check List scores and the five
point scale values checked by the subjects.
An analysis of the items checked on the first 80
check lists revealed that one negative item was invalid.
This item was originally intended to be a negative item.
The item, Vob is never ending", was an item connoting
the futility associated with jobs such as filing in which
one simple operation is done over and over again endlessly
and no matter how much time the worker spends filing 100
cards, 100 more are always waiting in the file tray.
Apparently this item, divorced from its original
context, has come to denote simply "Security" which is
a distinct asset to any occupation. And although many
of the other negative items were checked on an average
of two or three times by the satisfied workers, item
number 101 was checked 21 times by the satisfied workers
who checked Scale Values No, 1 and 2,
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FIVE
P0\NT
SCAl-E
VAL-VJE:
TABLE XV
Average
Number of Plus
Subjects Score
Average Average
Minus Total
Score Score
1 4 37 - 2 f 35
2 29 T 26 - 3 23
3 A 4 16 - 7 9
A 2 11 - 7 A
5 1 4 1 -23 - 22
NOTE: This table illustrates the average
scores obtained in the Job Satisfaction Check
List by the AO Male Subjects Grouped in
accordance with the Five Point Scale Value
checked by the Subjects.
<I
FIVE
POINT
SCALE
VALUE
TABLB TVI
Number of
subjects
Averaf^e Averaro
Plus Minus
Score Score
Averare
total
Score
No
Value
1 6 26 - 1 25
2 19 -r 20 - 4 16
3 8 r 14 - 8 6
4 1 27 - 12 15
5 3 2 - 22 - 20
3 33 - 5 28
NOTB: This table illustrates the avera«?e
scores obi-aiued on the Job Satisfaction Check
List by the 40 Female Subjects grouped in
accordance with the Five Point Scale Values
checked by the subjects.
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CHAPTER V
SUMMARY AND CONCUJSIONS
THE INSTRUMENT
It is concluded that the check list performs adequate-
ly the function for which it was designed. It measures the
amount of job satisfaction or dissatisfaction experienced
by heterogeneous workers in divergent occupations.
If the workers* own estimates of their degree of job
satisfaction experienced can be considered as a criterion,
the correlation .64 between the check list and this
criterion indicates that the check list is a valid instru-
ment for the study of job satisfaction.
All the items in this check list appear to be valid
except #101,
PERCENTAGE OF DISSATISFACTION
Of the 80 subjects, only 12 workers appeared to be
dissatisfied with their jobs. Seven of the twelve regis-
tered dissatisfaction on the five point scale and ten of
the twelve Indicated job dissatisfaction on the check list.
This places the percentage of dissatisfied workers in this
small selected heterogeneous group at between 9 per cent
and 15 per cent. This percentage is smaller than has been
indicated in many previous studies in which the percentages
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frequently averaged 33 per cent. However, since this study
is based on a small selected group of 80 subjects, it would
be reasonable to expect that a different percentage might be
obtained if the check list were administered to a true sample
of the population,
FACTORS
No correlation was apparent between job satisfaction
and:
(1) Age of the Worker
(2) Level of the Occupation
(3) Type of Occupation
All of the factors contributing to job satisfaction
which were discovered to be important by this study have
been listed before by the literature or mentioned by the
Personnel Workers except the factor in the area of Human
Relations called "Contact with Many People", This study
indicated that this factor may be very important in causing
job satisfaction,
Roethlisberger and Dickson^^ have already demonstrated
the importance of the social orgeinlzation of the plant, a
36 Roethlisberger, F, J, and Dickson, W, J,, Management
and viiorker . Cambridge: Harvard University Press, 1939,
p. 17 .
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human problem, in relation to restriction of output in the
famous experiment at the Hawthorne Plant of Western
Electric.
The data in this study indicated that v/orkers in
factories in particular may be suffering from need of con-
tact with more people although the complaint was current
in many occupations. This situation certainly deserves
more study.
FURTHER SITJDY
Further study will be required to fully determine the
value of this check list, as:
(1) A diagnostic instrument
(2) An aid to interviews
(3) An all-purpose instrument
As a diagnostic instrument, the check list might prove
useful in comparing departments of high morale vi th depart-
ments of low morale to determine the factors contributing
to both the positive and the negative attitudes. Further
study in this field would be of value.
As a signed aid to the interview, the check list
might prove useful in determining the factors contributing
to the maladjustment of problem cases. Further study in
this area would prove useful.
'.
*;
‘Ct ; nbX’^0ricflM4J
• ’ ^ "fi 'l ;P>^ ^
,
. i ,
,
'
,
V , «
*
T ’ .,“/
* /.'n, '• ^ v wi-.-;- • •, ^ , / *
V »',. '* •*•.. ^=V. p* ,•».?.%. •'••• • . ‘ ’ •
'-
,.
•»<••-.
•‘T 4 ••
. tfi :• A .
flu,iij^fltt'a5 :.3i& tifeWfC *
I^‘. i. - •
v".
o''' ''*' " " > **
*jibu o4'.JC>*Sii /li FO
i!' ..''-A, j''V > W.i‘
w>v'-/'-*.'f'.v '/•'.•iii®'
.'
,
. ^
'j.-" ;%J'''^i^y '."•»
'
',H!.'’'V
fttU’ ^:sasrfMi > ' .. r-/.^'i". ; -.f'-- . ,£
.
V.
..
•' K' •
..
> I
.
«??' 'ji
.
;'l
\(t ^ 1 iiiaii^H _‘™*
i
\ ^-’Jc ^ ’ iK* w* '"
‘
*5' ) ; *
-'
!
.^f;-.7
’
^
t ' ,.n^’ lA w ir\ rfl -j . I* #f i> .^Vr». '.
<>•
iCff 'iojiy ,^‘
. I vW'vii - ^ ' ’ f I
[^51CS«b <>n5r^ri»seitJt \l)
' '
'l'‘^ (‘'' ' •'? , - •
:>J
J
4 ATsi j;*sy
^
j5f 6a* 'myJb^rfp
.
*
y fci ' • * ' . *.F:' ’./r f ’ "^* A'
^
’.'v!
.• ’
'^'hl
fli «©4¥^/^
•
'
"-,'
'
•>*',
;
.'
^'
•
•
.
a r. 'N -*i^ VI -.^ /ri' >
*'
§|^-Fv ’^^^,^-'>1
Ul
4;;n
D^..
59
The check list is peculiarly adapted to determine
with a fair degree of accuracy the actual percentage of
job dissatisfaction in a large true sample of the popula
tion. It is also adapted to analyze the factors contri-
buting to noticeable degrees of job dissatisfaction and
job satisfaction in any type of occupation on any
occupational level. Further study in this field would
prove Invaluable.
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JOB SATISFACTION CHECK LIST
'
By Madelin D. Chase
Please fill out these blanks
:
Age Sex— Date
Title of your present occupation
:
Area + — Score
HR
NW
wc
MB
IB
SM
Total
DIRECTIONS
Of the following five sentences, check (V) the one which you believe most nearly expresses your present
attitude toward your job
:
1 ( ) I like my present job so much that I would not quit for anything.
2 ( ) I like my present job but I would quit for a better job.
3 ( ) My present job is all right.
4 ( ) I dislike my present job but I do not know of a better one right now.
5 ( ) I hate my present job so much that I am looking for another one now.
DIRECTIONS FOR FILLING OUT THE CHECK LIST
On pages 2 and 3 are lists of items related to the amount of satisfaction experienced in their daily work
by many workers in many fields.
First: Read through this list slowly and check (V) the items which most nearly express your attitude
toward your job, for example:
17 (V) Employees are treated very good.
51 ( V ) Steady work all year round.
69 (V) Noisy.
Second: Now read through the items which you have checked and underline the items most important
to you, for example
:
51 (V) Steady work all year round.
Third: After you have completed steps (1) and (2), turn to page 4 and if there are any other reasons
which increase your satisfaction or dissatisfaction with your job, list them there.
1 1-i-L I I J_JL 1 I 1 I 1 I J_L I I I I I
^ 54 45 36 27 18 9 0 9 18 27 36 45 54
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1
1 -(-
2 (
3 (
4-
4
5-
(
6 (
7 (
j
8 (
9 (
10 (
11 (
12 (
13 (,
14 (
15 (
16 (
17 (
18 (
20 (
21 (.
22 (
23 (
24 (
25 (
26 (
27 (
28 (
> -Can measure results of labor.
) Very thankless position.
)_.Other people think it is a good job.
-) A fair-minded, honest, appreciative
.. boss. .
) People are hard to please and very im-
-
patient if they are not waited on in a
hurry.
) A chance to learn something new each
day.
) Variety.
) Lack of motivation toward any worth-
while goal.
) Work not physically exhausting.
) No chance for individuality or construc-
tive work.
) No matter how hard you work the boss
always has something to say. He is
never satisfied.
) Too little pay for amount of work.
) The work is easy.
) The people who hired me are so appre-
ciative.
) The place of employment is “handy”.
) Lack of contact with people.
) Employees are treated very well.
) I feel that I need not worry about being
able to earn a good living.
) The organization offers many social
outlets.
) When the company finds out how con-
scientious you are, you are “used”.
) No “time-drag” while waiting for or
looking for something to do.
) Work load is too heavy at certain inter-
vals and light at other periods.
) Pleasant surroundings.
) Have chance to work toward definite
objectives.
') We have two relief, “rest” periods.
) Morale and intelligence of fellow work-
ers very good.
) Ridiculously inadequate pay.
) Opportunity to travel.
29 ( ) Good working hours.
30 ( ) The work is too strenuous physically.
31 ( ) No hope of getting anywhere.
32 ( ) Clean job.
33 ( ) It means sitting in one spot for hours.
34 ( ) There is no importance to the job.
35 ( ) Chances to go a long way in this field.
36 ( ) There is no more boring job; of that
I am sure.
37 ( ) The salary scale is much lower than in
comparable jobs outside.
38 ( ) Job calls for all my favorite subjects.
39 ( ) The business policy is to cheat the
public.
40 ( ) Pleasant co-workers.
41 ( ) Were it not for the fact that this job
pays rather poorly I could classify it
as tops.
42 ( ) In most jobs, repetition is the keynote
;
in my job this is not evident.
43 ( ) I am not at my proper employment
level.
44 ( ) Opportunities for advancement are
good.
45 ( ) Uninspiring class of fellow workers.
46 ( ) It requires a certain amount of judg-
ment, initiative, and planning which
holds my interest.
47 ( ) The office is located in an outlying dis-
tance from town.
48 ( ) It is interesting and satisfying to wade
through the job which seems hope-
lessly muddled and ferret out the
irregularities.
49 ( ) First, last and always, the man in
charge of the office is the chief reason
why I do not like my job.
50 ( ) Worker not taken advantage of.
51 ( ) Steady work all year round.
52 ( ) No chance for advancement.
53 ( ) I like my boss. He expects the employ-
ees to do their work well, but is a
very fair man in all ways.
54 ( ) Not steady^
55 ( ) Friction among the workers.
56 ( ) Futile.
57 ( ) We are not allowed any time for rest
periods.
58 ( ) Liberal supervisors.
59 ( ) You do the same old thing in the same
old way, day after day.
60 ( ) Unpleasant atmosphere.
61 ( ) Inspiring superiors to work for— who
are interested in my welfare as a per-
son as well as a worker.
62 ( ) Repetitious. Monotonous.
63 ( ) This department is so poorly organized.
64 ( ) No initiative or use of my other skills
is required.
65 ( ) Very little contact with individuals out-
side of the office.
66 ( ) I am just a number on a time clock.
67 ( ) Mental pleasure from helping others.
68 ( ) I like the class of people I work with
and 1 learn a lot about different
types of people that work for me.
69 ( ) Noisy.
70 ( ) I like a job with more variety.
71 ( ) The intense heat in the plant.
72 ( ) I do not like the work in general.
73 ( ) Job has little or no precedents; there-
fore, I have to face each problem
anew and solve same without refer-
ence to past performances.
74 ( ) There is no one standing over you wait-
ing for your work to be accomplished.
75 ( ) Chance to work at a tough job and
stand up with the best of them.
76 ( ) The work is hard and laborious.
77 ( ) Oppoi'tunity to make many new ac-
qaintances.
78 ( ) Working conditions are not favorable.
Poor lighting conditions. Hard on
the eyes.
79 ( ) Poorly ventilated room.
80 ( ) Vacation and sick time goes with the
position.
81 ( ) Good pay.
82 ( ) Tired feeling.
83 ( ) Inconsiderate boss.
84 ( ) The work is of a nature that anybody
could do it— it requires no ability.
85 ( ) Am well paid for my efforts ; however,
the compensation is insufficient to
counter-balance the drabness of the
daily routine.
86 ( ) Regular hours.
87 ( ) No thinking required.
88 ( ) The work is tedious and the day seems
very long.
89 ( ) Working conditions are not favorable.
90 ( ) This work through training and experi-
ence, I am well qualified to do.
91 ( ) Importance of work.
92 ( ) Satisfaction of seeing the pleasure of
the customers.
93 ( ) I see a constant stream of new faces
daily. Why shouldn’t I like this job?
94 ( ) Very dirty work.
95 ( ) The variety of assignments, different
daily problems, the nature of the
work— it is very interesting.
96 ( ) The people are intolerable.
97 ( ) Am not tied down to a desk. Able to be
on the go constantly.
98 ( ) Have contact with a great many people
in the course of a day’s work.
99 ( ) Working around the same people all the
time— no opportunity to meet new
personalities.
100 ( ) The pay is good and raises occur quite
frequently.
101 ( ) Job is never ending.
102 ( ) No future.
103 ( ) The irregularity of the working hours.
104 ( ) This job requires me to be on my toes
at all times.
105 ( ) The change of pace connected with my
duties — the pressure is not constant.
106 ( ) Excellent working conditions.
107 ( ) Long hours.
108 ( ) Enjoy a feeling of physical well-being.
—
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If there are any other reasons which increase your satisfaction or dissatisfaction with your job, list
them here
:
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